Boise State University

ScholarWorks
MDS/BAS 495 Undergraduate Capstone
Projects

Student Research

Spring 2022

Improving Employee Performance and Job Satisfaction Using
Comprehensive Job Descriptions and Performance Evaluations
Jeffrey A. Bishop
Boise State University

Running head: IMPROVING PERFORMANCE AND JOB SATISFACTION

1

Improving Employee Performance and Job Satisfaction Using Comprehensive Job
Descriptions and Performance Evaluations
Jeffrey A. Bishop
Boise State University

Author Note
Multidisciplinary Studies, Boise State University
Jeffbishop2@u.boisestate.edu

IMPROVING PERFORMANCE AND JOB SATISFACTION

2

Abstract
Employees who are provided clear expectations—including goals and objectives—with ongoing
performance feedback, can realize improved performance and job satisfaction. Performance
feedback should be specific and include actions the employee excels at, in addition to areas he
or she needs to improve on (United States Office of Personnel Management, 2022). Research
has shown that regular feedback can help provide direction, motivate, encourage engagement,
and improve the performance of employees. Research has also shown that the absence of job
descriptions can lead to employee dissatisfaction and an inability of management to adequately
appraise the performance of their employees (Raju & Banerjee, 2017).
Keywords: Job descriptions, performance feedback, employee satisfaction, employee
engagement, performance evaluation.
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Introduction to your Capstone Project

Section 1: Innovative Approach
Creating Innovative Approaches: Beyond Either/Or
My capstone project entailed answering the question: how might I develop formal job
descriptions and a performance evaluation template in the production area I manage to ensure
my employees have clear job expectations and feedback to improve their performance and job
satisfaction? I believe this project was justified because the research I performed on the subject
matter showed how clear job descriptions—including goals and objectives—and performance
feedback can help improve the performance and job satisfaction of employees (United States
Office of Personnel Management, 2022). The impact to my stakeholders, myself included, will
be improved employee satisfaction and performance. This will ultimately enable the business to
continue growing, attract and retain employees, and increase their profitability in the future.
This approach to improving employee performance and job satisfaction is not new.
However, it is an innovative approach for the small but rapidly growing company I presently
work for. Although the business has managed to be successful for over forty years, and excels
at many things, providing their employees with clear goals, objectives, and feedback to improve
performance and job satisfaction are not currently included.
Bringing Together Perspectives
The key stakeholders for this project possessed a couple of disparate perspectives
about improving employee performance and job satisfaction—both of which were considered
when this project was being formalized. The perspective shared by two of the five company
owners included resistance to change; “it seems like things have been working fine the way they
are, since 1982, so why do we need to change them” (Bolen, 2022). The company’s core group
of employees, most of whom are either owners/family members or long-term employees, are
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motivated by the end-of-the-year bonus program and/or ownership in the family-owned
business. The problem with this perspective is that the company is rapidly growing and hiring
new employees, who are not owners or family members. In order to sell my proposed project to
the two dissenting owners, I delicately communicated my research findings to them. I expressed
to them how my research indicated new employees would need to be provided with clear
expectations and receive ongoing feedback about their performance to maximize productivity,
job satisfaction, engagement, and company profitability. They conceded that I was likely correct.
During subsequent interviews I conducted with my three subordinates, I received
enthusiasm about the potential benefits of this project. Each of my subordinates told me they
understood how having clear job descriptions—which include specific goals and development
plans—combined with written performance evaluations, can provide employees with the means
to improve themselves and become more valuable to the company. One of the goals of this
project was to help ensure hard work is recognized, which can potentially lead to increased pay.
It was also designed to help to facilitate further company growth and profitability, which will
ultimately enable larger end-of-the-year bonuses for all the project stakeholders.

Section 2: Emotional Intelligence
Awareness of Self and Others
The research/work I performed on my project reaffirmed my belief that I am an
empathetic person: I am able to understand and share in the emotions of others. I have worked
full time for this family-owned company for more than six years now and believe I possess a
good understanding of the various needs and desires of the project stakeholders. I have also
managed my three subordinates for just over two years and have been asked on several
occasions if there are specific things production technicians can do to continue improving and
increase their worth to the company. Additionally, I recognize that it makes me feel good when I
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can help people develop themselves to reach their potential. My research on this topic
confirmed that people need specific goals, feedback about things they do well, and areas they
need to improve on to help them achieve personal growth. One of the main reasons I selected
this project was because I believed it would help my subordinates improve themselves, which
would also then benefit me and the company by increasing productivity and profitability.
Consideration of the Audience: Emotional Intelligence
Since emotional intelligence refers to the ability to monitor/manage one’s own emotions, the
emotions of others, and to select an approach which best solves a particular challenge, my
approach and project recommendations considered the emotional intelligence of my audience.
One of the main reasons I say this is because I interviewed my direct reports and the company
president and asked for input about their specific needs and desires associated with the
implementation of formal job descriptions and performance evaluations. During these
interviews, I ascertained that most of them are self-aware enough to recognize the need for
continual self-improvement—and they also understood how this increases an employee’s worth
to the company. These primary stakeholders for my project also seemed to understand how
constructive feedback can help facilitate further growth, which can then increase company
profitability, and ultimately result in larger end-of-the-year bonuses. I listened to all the needs
and desires of my primary stakeholders and then researched the topic further to help me identify
the approach I believed would be the most effective for achieving success with my project.
Value to Others: Emotional Intelligence
The research I performed for my project will be valuable to my stakeholders because it
enabled me to consider an assortment of different options and then select techniques that have
been proven to be effective for improving employee performance and job satisfaction. The
identification and implementation of effective strategies is key to the success of my project, as
well as the value it brings to my subordinates and employer.
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Section 3: Creative Thinking
The Creative Framework
For this project I considered methodologies used by previous employers I have worked
for, and I also researched my project topic to garner ideas I felt would help me improve the
performance and job satisfaction of the employees who report to me. I then selected the specific
elements I think are important for improving employee performance and job satisfaction and
created two job descriptions–Level 1 and Level 2 Production Assembly Technicians–and a
performance evaluation template. The job descriptions contain the key elements of job title, job
summary, essential functions–including performance expectations–and minimum qualifications
(Mravca, 2022). The performance evaluation template includes position objectives and major
responsibilities, accomplishments and/or improvements, development plans and areas to
improve, and an overall performance summary. It also contains a section for the employee to
provide his or her comments and a signature field, with date, as acknowledgement that the
supervisor or manager reviewed the evaluation with the employee and the employee has a clear
understanding of his or her performance and future expectations.
Unique Approach/es to Project
This approach is unique because I created these documents from scratch. My employer
does not currently provide any formal job descriptions or performance evaluations so this will be
an entirely new concept for them: it will encourage them to think outside their standard
corporate box in order to help improve employee performance and job satisfaction. My motives
for introducing these documents into my employer’s business include fostering employee growth
and job satisfaction, as well as increasing company profits. These potential results motivate me
because employees who are more productive and satisfied with their jobs are easier to manage.
In addition, increased company profits will ultimately result in larger end of the year bonuses for
all employees.
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Section 4: Your Innovative Solution
Accomplishment of Capstone
My capstone project included the creation and implementation of new documents that do
not currently exist at the company I work for: formal job descriptions and a template for
providing performance evaluations in the production area I manage. To achieve this, I drew
upon my past work experience and also interviewed the company president and my direct
reports to obtain input regarding their wants and needs. In addition, I performed a significant
amount of research to learn more about the specifics of how providing documented job
descriptions, which include goals and objectives, and written performance feedback can help
improve the performance and job satisfaction of employees. By merging the most effective
methods–from my current and previous employers with additional approaches that have been
proven effective through my research–I was able to create innovative documents that can be
utilized at my current employer. After the initial–successful–trial run in my department, my goal
will be to convince the owners to adopt this system company-wide, which will ultimately help
enable the business to continue growing, attract and retain employees, and increase their
profitability in the future.
Innovative Approach to the Problem/Project
My approach to helping improve the performance and job satisfaction of my direct
reports is not a new concept. However, since the company I work for does not currently use
either of these tools–formal job descriptions and written performance evaluations–it will be an
innovative approach for them. The current approach used by my employer to motivate and
satisfy their workforce is an end-of-the-year bonus program: the better the company performs,
the better the bonus. However, after working with this company for almost seven years now I
still have no idea what specific metrics are used to calculate these bonuses. I also do not know
what I should work on, if anything, to improve myself so I can increase my worth and potentially
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earn a larger bonus. None of the other employees I have spoken with know the answers to
these questions either because no formal feedback is provided to substantiate how each
employee performed against his or her established goals. This approach leaves many
employees wondering why they should work harder because their individual performances do
not seem to be tied to the bonus program. My past experience, interviews with my existing boss
and subordinates, and information I obtained from researching this topic reaffirmed my belief
that employees need to know what their goals and objectives are and then receive feedback
regarding their performance to those stated goals and objectives. This approach is more
innovative and will be more effective than the company’s current system.

Section 5: Results
Benefits to Stakeholders
The anticipated benefits –measurable improvements–of my project, from the initial
implementation in the area I manage, include improved product quality and productivity for the
three employees who currently report to me. The short-term results of my project thus far have
been impressive: all the jobs completed in my production area were built at an average of 89%
of the quoted labor times and there were no defects found during quality assurance/test. These
results—although just from one week—are impressive since jobs are typically built at an
average of 98% of the quoted labor times, and frequently contain defects that need to be
reworked. When the employees who report to me are more productive and consistently produce
defect-free products, they will help reduce costs and increase the throughput and profitability of
my department, which will benefit both me and the company. These short-term improvements
are quantitative and can easily be measured because we currently track material and labor
costs for each production job, as well as a running average by week and by month. In addition,
once the initial trial run of these new documents is proven successful in my department, the
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company owners will likely adopt this system company-wide. After a company-wide
implementation of this system, I anticipate the company will realize an additional increase in the
overall corporate profitability–which will ultimately result in larger end-of-the-year bonuses for all
employees.
Impact on Stakeholders
Measuring the impact of my project is more subjective and difficult to aggregate. When I
shared the two job descriptions and performance evaluation template with the three assembly
technicians who report directly to me and my boss–the company president–I received positive
feedback. My direct reports were pleased to see their goals and performance expectations
documented in job descriptions. They expressed to me their enthusiasm for having specific
performance metrics to strive for, and the opportunity to be recognized for meeting and/or
exceeding their performance goals. My research on this topic indicated employees who are
more satisfied with their jobs are more productive, more supportive of the company’s mission
and objectives, and less likely to leave the company—which can lead to higher sales, lower
costs, and increased profitability (Bourne, 2022). This will have a positive impact on me, as the
manager of the area, and the company.
The company president told me he was pleased with the performance evaluation
template because it will enable all the company supervisors and managers to provide their
subordinates with an overview of their accomplishments, as well as specific performance areas
they would like to see improved. He also told me he thought having written job descriptions was
a good idea because they provide very specific goals and objectives for the employees to strive
for. Furthermore, in our current world—with an abundance of social media sources about good
companies to work for—improving employee job satisfaction will improve the company’s ability
to attract new and retain existing employees, which will help facilitate continued growth.
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Section 6: Conclusion
The method I chose for my project was a professional action paper option. I chose this
option because my project involved the development of formal job descriptions and creation of a
template for providing performance evaluations—in the small production area I currently
manage—to help ensure the employees have clear job expectations and ongoing feedback for
improving performance and job satisfaction. Since the action option included deliverables for the
main stakeholders, I was able to provide them with a template for written performance
evaluations and two examples of written job descriptions. This approach was the best fit for
achieving the goal of my capstone project and was successfully completed in the allotted sixweek timeframe.
This project taught me to be persistent. I needed to obtain feedback from the owners of
the company I work for regarding the viability of my project and whether they felt it could be
beneficial for their company. The business owners typically all had busy schedules, and a
couple were reluctant to any proposed changes, but through persistence I was able to acquire
the input I needed to refine my project plans and objectives. I also learned that obtaining input
from my stakeholders about their needs and desires–during the inception stage– enabled me to
develop a project with potential outcomes they felt could be beneficial to the employees and
future of the company. Furthermore, I learned from my research that there are several effective
methods for improving employee performance and job satisfaction, but the methods I chose for
my project are the best fit for the small, family-owned company I am working with.
The employees who report to me benefitted from this project because they now have a
clearer understanding of their goals, objectives, and the factors that define acceptable
performance. I benefitted from this project because I now have employees who know exactly
what their goals and objectives are, and I can provide them with written feedback that will help
them continue to improve. The company President, and other company owners, benefitted from
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this project because employees who are more satisfied, engaged, and motivated have been
shown to produce more and have fewer defects, which will help increase the overall profitability
of the company.
The skills I acquired/honed from the project include patience, persistence, time
management, interviewing, researching, and writing. In the initial stage of this project, I created
a timeline with the goals I needed to achieve each week to help me manage my time and
progress on the project. I learned that I would have likely fallen behind on this six-week project if
I had not diligently worked to adhere to my timeline. I also learned to be patient but persistent
with the company owners when trying to obtain input I needed regarding the viability and
direction of my project. I then learned to interview my stakeholders–using both in-person
interviews of the company owners and anonymous surveys given to my subordinates–to acquire
feedback about my project deliverables. Finally, I learned how to create/document job
descriptions and a performance evaluation template, with company logo in the headers, and
further refined my ability to research a topic to ascertain the best method for solving a problem.
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